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CHAPTER OWE

INTRODUCTION

Previous research on teachers' attitudes has tended to concentrate
on gpecific attitudes toward job satisfaction, professionalism, or collec-
tive negotiations., In so doing, such research largely has neglected the
possibility that strong interrelationships might exist among these three
variables, For instance, one might hypothesize that high teacher satis-
faction and/or sense of professional image does not lead one to choose the
route of collective negotiations, On the other hand, one might equally
argue that collective negotiations are a means toward greater teacher
satisfaction and/or professional image,

This chapter will focus on three principal areas. First, we shall
focus upoit the problem area itself, providing some rationale for this
particular research study. Second, given the statement of the problem,
certain objectives of the study will be stated as well as a general treat-
ment of how the objective was reacheds Finally, we will define the major
variables and terms which are used in our research,

Problem

The purpose of this study is to provide a better understanding of
the attitudes of school teachers, toward the areas of job satisfaction,
professionalism and collective negotiations. Thus, we hope to test empiri-
cally the indications from our earlier research concerning the interrela-
tionships existing between these three variables,l

This research is significant for a number of reasons. First, the
experience of teachers' strikes in New York as well as in many other com-
munities in the past few years suggests that teacher militancy may not
be explained solely by the collective bargaining experience in the blue
collar sector, For example, the New York teachers! strike in 1968 was
not primarily a result of an impasse over salary negotiations. Rather,
the issues centered utzaon teacher tenure, school decentralization and dis-
ciplinary complaints,

lpon Hellriegel, Wendell French and Richard Peterson, '""Collective
Negotiations and Teachers: A Behavioral Analysis,' Industrial and Labor
Relations Review, April 1970, pp. 380-396.

2Nauri.ce Berube and Marilyn Gittell (Editors), Confrontations at
Ocean Hill-Brownsille: The New York School Strikes of 1968, (New York:
Frederick A, Praeger, 1969).




Secondly, there has been very little empirical research on the inter-
relationship of professionalism and job satisfaction to professional nego-
tiations. If teacher organization for bargaining is seen as 2 symptom of
dissatisfaction with job and professional status, then it is advisable
that school administrations seek to irvprove the climate so as to enhance
higher teacher satisfaction. On the other hand, the reality of the situ-
ation might require greater utilization of negotiations by teachers so
as to protect their interests vis-a-vis the administration and the commu-
nity.

Thirdly, ere present teacher attitudes ia the United States a phenome-
non peculiar to our nation or might we find similar degrees of satisfaction
or dissatisfaction in other industrialized nations as well? For example,
is the greater interest in teacher bargaining in +he United States in the
past ten years explained by forces peculiar to our nation, or might it be
a phenorenon of increased size and burecaucratization in areas throughout
the industrialized world? :

Finally, this research may provide some indications as to the effective-
ness of communication channels between the principal and the teaching
staff.3 Are building principals cognizant of the level of teacher satis-
faction with their jobs, the working conditious, and professional status?
More specifically, is the principal aware of possible areas of discontent
on the part of the instructional staff? Does he perceive the difficulties
experienced by his teachers? Although our research camnot suggest easy
solutions, if such problems exist, knowledge provides the first step toward
rectification of the problem to the degree that the principal can, and will,
respond effectively,

Objectives

Having raised some important questions for consideration, we now turn
our attention to stating the primary objectives of this study as a means

of responding to the questions raised above, The primary objectives are as
follows:

1. Determine the attitudes of a random sample of public school
teachers concerning the variables of professionalism, job
satisfaction and professional or collective negotiations and
the relationship of these attitudes to their socio-economic
characteristics,

2, Determine the interrelationships between the variables of job
satisfaction, professionalism, and collective negotiations,

3At present, one of our doctoral students is completing his disser-
tation on the issue of role ambiguity and conflict as perceived by public
school principals in a large metropolitan school system,

2
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Not only are we interested in the mean scoxe for the specific elements
of the variables of satisfaction, professionalism, and collective negotia-
tions, but we also wish to determine direction of movement among the three
variables. Do responding teachers perceive direct, inverse or no relation-
gship between these major variables? Although the statistical tools do

not allow us to determine causal relationships, movement of two variables
in the same direction might suggest a coupling relationship.

3. Determmine the applicability of our findings across cultures by
means of statistically analyzing the responses of public school
teachers in the United States (State of Washington) with their
Swedish counterparts.

The question often arises as to the universality of attitudes across
national boundaries. Do differing traditions and institutional settings
meterially affect the level of teacher responses to specific statcments
degling with the three major variables in this study?

Why use Swedish teachers as the comparison group? Swedish teachers are
chosen for several reasons. First, Sweden leads the world in the per-
centage of professional employees affiliated with an association bargaining
with their government and private employers concerning salaries and working
conditions. Secondly, collective bargaining has been used by Swedish teach~
ers for over twenty-five years. Their longer experience with collective
negrtZations may suggest possible effects of bargaining on the variables
of teguber satisfaction and profeasionalisme In the State of Washington,
efinbl? vy logislation has only existed since 1965 and formal negotiations
hive feen limited generally to the larger citiese.

A third reason is that the National Association of Secondary School
Teachers in Sweden provides a comparison group with affiliates of the
National Education Association's and American Federation of Teachers in
Washington State. By analyzing the results by organizational affiliation
(Washington Education Association, Washington Federation of Teachers, and
National Association of Secondary School Teachers), similarities and
differences can be ascertained.

4, Compare the attitudes expressed by secondary school teachexs
with the perception of teacher attitudes held by principals
in both countries to determine the degree of consistency or
inconsistency in response.

The literature in role theory suggests that problems often arise
because of differences in expectations held by the role incumbent and his
supervisor. Previous research by Katz and Kahn% and others on role con-
flict and role ambiguity shows that these two parties often conflict in

4Dam'.e1 Katz and Robert Kahn, The Social Psvchology of Organizations,
“(New York: John Wiley & Sons, Inc., 1966) and Robert Kahn et.al, Oxrgani-
zational Stress: Studies in Role Conflict and Ambiguity., (New York:
John Wiley & Sons, Inc., 1964), .




terms of their perceived expectations of role duties. To the degree that
discrepancy exists for the role incumbent, reduced satisfaction is likely
to result. We are interested in determining not only the possible con-
gruence or incongruence in expectations but the degree to which the princi-
pals!® perceptions on elements of these ma jor variables equate with the
teachers! attitudes.

Definition of Texrms

Before proceeding further, it is advisable to define briefly the major
variables used in this study as well as classifications of teachers and
principals as used here.

Job satisfaction. dJob satisfaction may be defined as the degree to
which individual motives are gratified in a work situation. The term should
be considered in a multi-dimensional way. In other words, no one_factor
"by itself" can produce a situation of high teacher satisfaction.” The
level of satisfaction or dissatisfaction is specific to some facet of the
job 1like salary, status, etc.

Satisfaction may be determined in one of two ways. First, the indi-~
vidual teacher may compare his or her situation with that of other teachers
or non-teachers. Secondly, the teacher might compare the presence or
absence of a particular element to an internalized measure of his own ex-
pectation of what should be. No doubt, most teachers are using both stan-
dards in determining their present level of consonance or dissonance with
the particular element or issue.

Professionalisme In reviewing the- literature-one. is unable to find
a widely accepted definition of this term. Therefore, we shall look at
the various elements fcund in professional occupations such asi expertise
in a systematic body of theory usually requiring extended education; right
of the group (occupation incumbents) to determine competency and estab~
1ish standards for entry; relative autonomy in performance of the function
or role; an occupational code of ethics; the existence of a professional
association; and a stronger emphasis on service rather than personal gaine.

One of the difficulties in researching these two variables concerns
- gome necessary overlap between them, It is doubtful that a respondent can
clearly separate job satisfaction from professionalism.

5(2hm:1es E. Bidwell, "Administration and Teacher Satisfaction," The
Phi Delta Kappan, April 1956, p. 286. '

6Leon Festinger. A Theory of Cognitive Dissonance. (Evanston, Illinois:
Row Peterson, 1965). _

Isatisfaction with the job becomes integrated with professionalism in the
gense that such factors as autonomy (professionalism) play an important role
in affecting satisfaction with specific components of the job. This inter-
connection does not negate the factor that major differences exist between
job satisfaction and professionalism,

4
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Collective negotiations. Quite simply, collective negotiations may
be defined as some method of formal bilateral determination of the employ-
ment relationshipe Although the primary focus of collective negotiations
for teachers is on improved salary and working conditions, it is not
uncommon to find negotiators dealing with who should participate in
decision-msking as well. Representatives of the American Federation of
Teachers have at times argued that negotiations may be a means for pro-
fegsionalizing the occupation., The National Education Associatiocn, on
the other hand, has emphasized the need to professionalize first,

Having defined the major variables in the study, it will now prove
helpful to explain briefly the characteristics of the respondent groupings
of teachers and principals in the study. This explanation is particularly
pertinent given some differences in the education systems of Sweden and
the United States,

Primary school teacher., This classification refers to those teachers,
counselors, or other instructional personnel at the Kindergarten through
Sixth grade levels (Washington).

Junior high school teacher, This classification refers to those re-
spondent teachers, counselors or other instructional personnel at the
Seventh through Ninth grade levels (Washington). However, it should be
mentioned that in a few cases the respondent was associated with a middle
school.

Senior high school teacher. This classification refers to those
teachers, counselors, or other instructional persomnel at the Tenth through
Twelfth grade levels (Washington)s In a few cases the respondent was
associsated with a foux-year high school programs:

Principal. This classification refers to those principals, vice
principals, assistant principals,etc., who are responsible for the admin-
istration and operation of a particular school building or buildings at
the junior high or senior high level of instruction in the State of
Washington,

Adiunkt or lektor. These classifications refer to those personnel

~ teaching primarily at the upper stage of the Comprehensive school (Seventh
through Ninth grades) and/or in the Secondary school or Gymnasium in Sweden.
Comparison between the Swedish and American school systems is somewhat
difficult, However, generally speaking, the last three years of the com=
preéhensive school may best be compared with a slightly upgraded junior high
system in the States. Many Swedish educators would equate their gymnasium
with the last two years of high school and first two years of college, but
in terms of administration the gymnasium is considered pre~university level.

With regard to level or required education, the adjunkt must have the
first university degree to teach at the advanced stages of the comprehensive
school or gymmasium, The lektor must have an advanced degree and may even
gave the licentiate diploma which is somewhat comparable to the doctorate

egree,




The researcher's original intent wes to use Swedish teachers for the
first six grades of comprehensive school as well, However, it was found
that such teachers were trained, for the most parc, in specisal teacher
institutes not a part of the university systeme Furthermore, such teachers
were affiliated with another labor confederation.

Rektor. This classification is roughly comparable to the junior
or senior high school principal in the State of Washington. Although the
job duties of the rektor are comparable to our principals, educational
decicion-making is more centralized in Sweden than in the United Statese.
The National Board of Education takes over many of the responsibilities
normally found at the state and local levels in the United States. For
that reason, several of the questions asked of the Washington respondents
were dropped in the Swedish translation because the answer was already
clear.

Orgenization of the Report

The purpose, significance, and objectives of the study have been
outlined in this chapter. In addition, a brief definition of terms and
concepts used throughout the study has been given to aid the reader in
some fundamental understanding of how ve are using the terms and concepts.

In Chapter II, a schematic diagram or model of the knowm variables
is presented. The diagram or model ig descriptive rather than predictive,
Though we believe that the major factors have been included, the model
may not be totelly exhaustive of all key factors. Rather than provide
the reader with a comprchensive review.of the literature, pertinent 1it-
erature will be presented with the discussion of the model.

Chapter III focuses upon the methodology used in the study, Origin
and composition of sample populations, research instruments, hypotheses
for testing, statistical tests, and limitations will be treated.

In Cheaepter IV, the results of the analysis are presented, including
tabulation of respondent characteristics, mean level scores, and the
testing of the five major hypotheses.

The final chapter reports the major findinge of the study; discusses

conclusions and operational implications for school administration; and
suggests areas for further research effort.

i3




CHAPTER TWO
THE CONCEPTUAL MODEL

It is helpful for the reader to have a visual presentation of the
variables which relate to teachers' attitudes toward job satisfaction,
professionalism, and collective negotiations and their interrelationships,
For that reason, we have presented a systems model. This schematic model
is descriptive, rather than predictive, in nature, Further empirical
work is required before predictive relationships can be established,
although suggested directions will be advanced in our treatment of the
variables in the conceptual model.

Before presenting the model in Figure I, it is advisable to define
briefly what we mean by ''systems,” A system ig defined as "a get of
components interacting with each other and & boundary which possesses the
property of filtering botéh the kind and rate of flow of input and output
to and from the system.'"® The typical systems model includes: (a) inputs g
to the system; (b) intervening variables; (c) outputs from the system; 1
and (d) a feedback mechanism involving either the intervening variables
or outputs back into the system, The feedback mechanism provides a dynamic
rather than static process,

We now are ready to focus our attention upon the specific variables
presented in Figure 1 below, The model itself is a modification of a
model earlier developed by Hellriegel, French, and Peterson.? Wherein
the earlier model was specifically directed at the effect of twacher sat-
isfaction and professionalism on attitudes toward collective negotiations,
this study emphasizes the interactions among all three of the major vari- {
ables. ‘

There are certain underlying assumptions of this conceptual model
vhich should be stated. The first assumption is that attitudes can be
measured fairly sccurately. Second, such attitudes have some degree of
permanency. In other words, a teacher's attitude toward a specific issue
will remain rather constant over fairly long periods of time, Finally,
such attitudes may, but do not necessarily, lead one to some action
(bring into balance) where the-attitude is of a dissonant nature.l0 Ve
now shall refer to the variables in the model., .

L 8Kenneth F. Berrien, gg:lefal and Social Systems. (Wew Brunswick, NeJ.: |
Rutgers University Press, 1968), ppo 14-15, :

9lflellriegel., French and Peterson, op. cit., p.382,
101p44., p. 381,
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Though not included as a variable foxr testing, the institutional context
plays some role.in explaining the formatiom of attitudes. For teachers, the

specific school system and building in which they teach may be considered as
the institutional context. Had we.chosen to focus upon specific school systems
in the two countries, we would have gathered such data as mumber of teachers,
number of students, particular governing process, ratio of support per-

sonnel to instructional personnel, atc. Such data would have provided

fairly hard measures of organizational structure. However, since we were
using a wider sampling base for respondents, these data were not collected.

The first two variables may be considered as factors which help to
explain possible differences in teacher attitudes toward job satisfaction,
professionalism and collective negotiations. The demographic characteristics
and particular culture of the teacher are the variables singled out for
attention in this model.

Demographic

Past research has often focused upon the demographic factors (Varisble
1) as playing some role in determining specific attitudes of particular i
respondents, For example, some of the literature on teachers has showm
the following to be true: (a) teachers at the secondary school level are ;
more professionally oriented than teachers at the primary school level; ’;
(b) older female teachers are more satisfied with their jobs than younger :
male teachers; and (c) younger male and female teachers at the secondary
gchool level are more supportive of collective ne%otiations than are older 5
male and female teachers at the elementary level.ll Factor analyzing the ;
results would likely chow differential lovel of explanation for age, sex,
and level of teaching, but all three of these factors seem to play a
differentiating role on teacher attitudes.

The literature has suggested the following demographic factors as !
vorthy of attention: 1level of teaching, sex, marital status, age, level ?
of formal education, years of teaching experience, professional affiliation,
occupational background of father, and early family background.

115 number of reasons have been posited for these results. One reason
that teachers at the secondary level might be more professionally oriented
concerns the fact that many of these teachers are specialists in a particular
area such as math, science, etc., and are therefore more coomited to their
field than primary school teachers, who teach many subjects, Secondly, male
teachers, on the whole, have greater financial responsibilities and more career
orientation, wvhich might explain their greater pressure to change the system.
Thirdly, younger teachers might be more supportive of collective bargaining
- because it is less foreign to them given the recent experiences in teacher nego=-
' tiations throughout the United States. Finally, the older teachers may be

more satisfied because time has allowed them to modify their original expec~
tations in line with reality., The important point is that there is likely to

be a strong interaction between setisfaction, professional role oricntation,

and negotiations so that one camnot easily explain cause and effect relationships.

9
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Culture

. Variable 2 denotes the role of culture as a possible explanation for
differences in attitudes of teacher populaticns in two or more countries.
Culture is defined as a set of shared beliefs and values. It is expected
that differences in shared beliefs and values between two nations will
play some role in the attitude formation of the respective teacher popu-
lations, The greater the difference in the cultural values, the more
different one might expect the respective teachers® attitudes to be,l2

Having presented the two intervening variabtles, we now turn our

attention to the three major variables in our study, namely, job satise«
faction, professionalism, and collective negotiations.

Job Satisfaction

Variable 3 refers to the perceived satisfactions or dissatisfactions
by teachers with a number of elements of the institutional or environmental
context within which they function, These eiements of satisfaction in-
clude: rapport with principal, satisfaction with teaching, rapport among
teachers, salary, class load, curriculum issues, status, community support
for education, school facilities and services, and community pressures,
Thereby, teacher satisfaction is viewed as a multidimensional concepte. The
model posits that differing levels of satisfaction will have differential
effects on the other variables of professionalism and collective negotiations.

A vast number of studies have been done on various elements of
teacher satisfaction at the different levels of public education both
here in the United States and abroad. Our intention is to cite only a
few of these studies, It should be noted that most of these studies have
related job satisfaction to certain demographic characteristics,

12The comparative literature in both education and management argues
in both directions. My own research on international chief executives
supports both positions; namely, that there are both similarities and
differences in attitudes across national boundaries. The problem is
further complicated by the fact that differing cultural traditions result
in differing institutional frameworks. Malinowski argues that insti~
tutions and culture are interrelated elements as shown by the following
quote: ‘'‘The real components of cultures .., o are the organized systems
of human activities called institutions." See reference to Malinowski
in Tony Bonaparte, 'Management in the Cultural Setting,' Advanced Manage-
ment Journal, October 1966, p. 38.
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'.l?ob:!,atson13 developed an instrument called the Dissatisfaction Mag-

nitude Scale to identify and measure dissatisfaction among public school
teacherse He found there was a decrease in dissatisfaction with increasing
age and that greater dissatisfaction was found by males than females

in his sample. Furthermore, it was found that primary school teachers

were less dissatisfied than secondary school teachers.,

Bienenstock and Sayres14 sought to identify and analyze factors
relating to job satisfaction at the junior high school level in the State
of New York. Based upon 1349 useable responses, they found that teacher
dissatisfaction increased with age, family responsibility and experience.
Their findings on age and experience run counter to most of the research.

‘Hellriegel, French and Peterson,l® in a study of 335 senior high
school teachers found that satisfaction with classroom teaching and
comminity response were the most favorably viewed elements of their job.
On the other hand, teachers were most dissatisfied with social status
and saiary.

The latter finding is not surprising. Corwi.n16 and others have
suggested that the status of the public school teacher in the United
States has been unclear for some time, In terms of occupational rankings,
the public school teacher has not been &ccorded the position to which he
or she feels entitled,

Comparative salary data for teachers and other occupations reguiring
similar educational background for entry and advancement has shown the
teacher to be less economically rewarded when compared to people with
comparable educational background.L?

13
John R, Tobiason, The Measurement of Teacher Dissatisfaction (un=-

published doctozal dissertation, University of Washington, 1967). Also
see Geraldine Evans and John Maas. Job Satisfaction and Teacher Militancy:
Some Teacher Attitudes (Minneapolis: Educetional Research and Develop-
ment Council of the Twin Cities Metropolitan Area, Inc., 1969)s The

latter vork specifically tests the Herzberg dual factor theory.

11"1‘. Blénenstock and-W, C, Sayres, Problems in Job Satisfaction
Among Junior High School Teachers, ED 013245,

lsl{euriegel., French, and Peterson, op. cite., ppe. 390-391,

16See Ronald Corwiny A Sociology of Education: Emerging Patterns of
Class, Status, and Power in the Public Schools (New York: Appleton-Centurye

Crofts, 1965), pe 218,

: 17See Leon H, Keyserling, Goals for Teachers! Salaries in Our Public
Schools (Washington, D.C.: Conference on Economic Progress, December 1967),
Pe 27, and Erik Lindman, "Are Teacher Salaries Improving?" Fhi Delta Kappan,
April 1970, pp. 420-422, ‘
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Finally, research by Katz and Kahn18 and Guba and Bi.dwel.ll'9 stress
the importance of congruency batween: (a) expectations of the incumbent
and of other parties toward incumbent's role; and (b) reference group
expectations and incumbent's occupational experience.

Professionalism

The elements of professionalism have been defined in Chapter I,
Although it is clear that public school teachers meet some of the require-
ments for professional status, we find that their role as employees
hinders their possibilities for automony in the carrying out of their
occupation. In fact, Phillips considers the lack of autonomy for teacbsrs
to be one of the most serious retarding forces toward professionalism.z

Eow do teachers view themselves? In a nationwide study of 1493 public
school classroom teachers, approximately eighty percent of the respondents
thought of teaching as a profession. On the other hand, approximately
fourteen percent considered it as only a highly skilled occupation, and
three percent viewed teaching as a technical occupation.2l

Bank322 suggests that sex plays an important role here. Given the
fact that more than half of the public school teachers in the United
States are women, and that women are less professionally oriented than
their male counterparts, then teaching will move somewhat slowly toward
professional status. However, where males constitute the majority of
teachers, as in the Hellriegel, French and Peterson study ag the senior
high level, we find a moderately professional orientation.?

18paniel Katz and Robert Kshn, op. cit.

l'gEgon G. Guba and Charles E, Bidwell, Administrative Relationships:
Teacher Satisfaction and Administrative Behavior (Chicago: The Midwest
Administration Center, University of Chicago, 1957), ppe 63-74.

2oRi.char:d C. Phillips, "How Does Education Measure Up As a Professional”

The High School Journal, January 1968, pp. 161-162,

2lustatus of Teaching as a Vocation: Teacher Opinion Poll," NEA
Journal, May 1964, p. 56.

22ouve Banks, The Sociology of Education (New York: Schocken Books,
1968), p. 163, .

23He11r1ege1, French and Peterson, op. cit., p. 391,
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. Professionalization itself presents gome role conflict. The teacher's
professional obligation binds him to the standards of the national
assoclation which is outside the community while strong internal and ex-
ternal pressures are exerted also for the teacher to meet his obligations
to the students and the local community as clients. CorwinZ4 suggests that
there will be growing conflict between teachers and administrators as a
result of these professional-empioyee conflicts. Specifically, profession-
alization will mean greater attempts by such employee to wrest greater
power from these groups who have controlled the vocation, In this sense
it is a8 militant process, One mechanism by which teachers may seek to
wrest this power is through collective negotiations.

Collective Hegotiations

The fifth variable in our model is collective negotiations., Although
collective negotiations in American public education were rather dormant
until 1962, events during the past nine years have indicated a growing
use of negotiations by teacher groups in order to incrcase salarics, improve
working conditions, and, in some cases, play some larger role in the
decision-making process,

What reasons might explain this increased interest and participation
by public school tecachers in a system of formalized negotiations? First,
the success of the United Federation of Teachers in New York suggested
that hard bargaining resulted in favorable changes in pay, etc. Secondly,
later success by the National Education and American Federation of Teachers
wvere perceived by many teachers as enhancing the teaching field in numer-
ous ways. For as liorvat states,

Negotiation is a rapidly growing force in American
education because it is a method by which teachers
can gain some real control over decision-making in
the schools. No longer can administrators and
board members choose to, or afford to, reject out
of hand or ignore the requests of teacher groups.
Collective negotiation processes create political,
psychological, and in some cases legal pressures
vhich force boards and administrators to listen
and respond to the demands of teachers of their
districts,2d

There also is another side to the issue. For many teachers collective bar-
gaining is viewed as inimical to their responsibility to their pupils or
to the profession itself, In fact, much of the past literature assumes that

24Corwin, op. cit., p. 263. Also, see his articles '"Militant Profession-
alism, Initiative and Compliance in Public Education," Sociology of Education,
Summer 1965, pp. 310~331, and "Professional Person in Public Organizatiions,"
Educational Administrative Quarterly, Autumn 1965, pp. 1-22,

2530hn J, Horxvat, '"The Nature of Teacher Power and Teacher Attitudes
Toward Certain Aspects of This Power,' Theory into Practice, April 1968,

PP. 53-54,
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teachers' interests in enhancing their salary through collective negotiations
is incompatible with the service function of a professiondl. to yrovide, quality
education for his atudents, S

More recent literature suggests that there may be compatibility be-
tween professicnalism and collective negotiations in the teaching field,
Two approaches to such compatibility are taken, Corwin maintains that
collective nego%%ations emerge, in part, as a consequence of growing
professionalism®”’ while MacGuigan contends that collective negotiations
will lead to greater professionalisme MacGuigan's argument is as follows:

ece the creation of a staff association for the purpose
of collective bargaining will r.ake professional employees
more rather than less fully professional, for it will
‘'restore to them in some measure the independence and
self-control of which_they have been deprived by their
status of employees.27

There has been a paucity of research dealing with the effects of
collective negotiations in public education. However, a few empirical
studies have been carried out in this field. Belasco and Alutto, in a
study of nine school districts in upstate New York, found that collective
bargaining was perceived‘gy the teachers as increasing their role in the
decision-making process.2 In another study, Hellriegel, French and
Peterson found indication that teachers were generally supportive of vari-
ous dimensions of collective bargaining including a broad scope for
negotiations, arbitration of disputes, teacher strikes and the negotia-
tlons process itself,2?

The model posits that there will be a strong interaction between
teacher attitudes toward job satisfaction, professionalism and collective
negotiations, For example, if the teacher is extremely dissatisfied with
salary and perceives low economic status as incongruent with strong pio-
fessional orientation, then collective negotiations may be deemed as

26Corwin, A Sociology of Education,

27Mark Re MacGuigan, "Arguments For and Against Collective Bargaining
by Professionals," in Collective Bargaining and the Professional Employee
Conference Proceedings, John H, G. Crispo, editor (Toronto: Centre for
Industrial Relations, 1966), p. 31,

28James Belasco and Joseph Alutto, "Organizational Impacts of Teacher

Negotiations,' Industrial Relations, October 1969, pp. 67-79.

29Hel1riegel, French and Peterson, op. cit., ppe 391-392. Also, see
Stephen Cole, ''The Unionization of Teachers: Determinants of Rank-and-
File Support," Sociology of Education, Winter 1968, pp. 66-87, and Alan
Rosenthal, "The Strength of Teacher Organizations: Factors Influencing
Membership in Two Large Cities," Sociology of Education, Fall 1966, pp. 359
380, These studies in New York City and Boston supported the more pro-union
Eosiiion of males, younger teachers and those teaching at the junior high
evel,
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‘a positive action to correct the incongruence. - This example is, of coucse,
predicated on the assumption that the teacner wishes to remain in the
teaching fileld and in his preseat position,

Other Variables Internal to the System

We now shift our attention to the outputs (both short- and longe-term)
or regsults in the modele The outpuis are related both to the individual
teacher and to the teaching staff as a whole,

Variable 6 refers to the relative power and control exerted by
teachers vis-a-vis other power groups such as the school board, school
adninistrators, students, and the community. It is assumed that the
model is dynamic in the sense that imbalances always exist in terms of
relative power and control of the various parties,

It is expected that, where teachers are highly satisfied with the
various elements of their position and experience high professional stotus,
theixr attitudes toward collective negotiations will be less supportive.
However, if success in collective negotiations is perceived as strengthing
teacher satisfaction and professional status, a more positive valence will
be exhibited toward negotiations.

The past few years have shown strong indications that some teachers
and their professional and/or union orgonizations have been willing to
participate in the power game, For other teachers, however, confrontation
ney represent an undesirable alternative,

Variable 7 shows that as greater power and control are exerted by
teachers, greater rewards are to be expected for teachers. Such rewards
may include: higher relative and actual salary, greater autcnomy in the
position, higher occupational status, and greater influence in educational
decision-making, or any combination of these factors. The model presents
a feedback loop from the reward variable back into teacher attitudes
toward job satisfaction, professionalism and collective negotiations.,

Greater rewards for teachers are expected to: (a) lead to a higher
aspiration level for the individual teacher and (b) provide reinferce-
ment for behavior wiiich has led to the greater rewards. Aspiration level
(Variable 8) will likely increase, thus resulting in higher expectations
of future .rewards. One notes that there is a feedback loop from aspiration
level to the attitude variables. What might have satisfied the teachers
one year may not necessarily continue to fulfill their expectations at
future points of time. Thus, aspiration level emphasizes the change
element in the model, .

Reinforcement (Variable 9), on the other hand, suggests a continuation
. of past policies and practices which have proven rewarding to the teachers

in the past and therefore may be considered as maintaining the present
system,
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External Forces

Realistic models recognize that events external to the immediate
environment also play an importoat role in understanding the dynamics
of the system. Thorefore, for undewstanding teachers® attitudes and
behaviors one must add variables external to the specific school sys~
tem which interact with the more internally based variables.

Legislation and the political process (Variable 10) not only play
an important role jin determining attitudes of teachers but operate
as encouraging or inhibiting factors on the various parties in public
education, For example, during the 1960's legislation in many states
provided a means by which teachers might legally bargain with their
respective school administrationse On the other hand, legislation can
alsc act to restrain the parties by limiting the money available to
the public schools or limiting the subjects over which the parties may
negotiates The temper of the legislature therefore may have an impore
tant effect on the attitudes of the teachers toward specific elements of
satisfaction with the job, professionzlism, end collective negotiations,

Competition (Variable 11) between various organizations représenting
the teacher is expected to play some role. For instance, in tlie United
States many feel that the pressure of the American Federation of Teachers
on the National Education Association in the 1960°%s partially explained
the shift toward more militance by the latter oxganization, such as the
use of sanctions in Utah and Florida and the removal of the no-strike
pledge from their constitution in 1968,

The experiences of other teachers (Variable 12) are not insignie-
ficant in explaining attitudes and behaviors of teachers toward job sate
isfaction, professionalism and collective negotiations. The success of
teachers in one area of the country are quickly communicated to teachers
in other parts of the country through their teacher organizations and the
daily press, If teachers in New York and Chicago are receiving large
pay increase, this data will be used as support for teachers in other
areas of the country.

Finally, we wish to add a new variable to our earlier model. Variable
13 denotes the role of supply~demand factors for teachers and is part of
the overall economic situation at the time. During most of the post-War
period the demand for teachers clearly outstripped the supply. This favor-
able supply~demand relationship for teachers no doubt provided more leverage
for teachers and their organizations with regard to such issues as salary,
class size, working conditions, etc,

However, during the past year or so conditions have changed. With
the present recession, an oversupply of teachers-in many communities, and
growing reluctance of the taxpayer to pay the increasing bill for public
education, teacher expectations and attitudes may change, Clearly, if
teachers are being laid off, as they are in some parts of the country,
soma options may be closed to teachers in terms of methods of meeting their
needs, Whether the results will be greater passivity or greater teacher
militance cannot be deduced at this time,
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Conclusion

In this chapter we have sought to present a dynamic model of the
factors relating to teachers' attitudes toward job satisfaction, pro-
fessionalism, and collective negotiations. In terms of the model, our
study will focus only upon variables one through five. However, the
reader should keep in mind the possible ramifications of the other cited
variables,




CHAPTER THREE
METHODOLOGY

This chapter of the study will focus upon the research design and
methodology utilizedo We shall present: the major hypotheses to be
tested, the rationale supporting the chosen methdology, the specific
research instruments, the ra ture of the sample population including a
brief discussion of the respective organizations, data collection pro-
cedures, statistical tools, and possible limitations of the study.

Hypotheses

A fairly considerable body of literature exists on teacher satis~
faction per ge or in relating teacher satisfaction with a number of demo-
graphic or socioecconomic variables. A somewhat smaller body of literature
is found on professional attributes of the teaching field. Furthermore,

collective negotiations. Finally, with the exceptiom 6f the Hellriegel,
- French and Peterson study, t:her,e,haem’z:gnpt to test the inter-

relationship concerning the variables of job satisfaction, professionalism
and coll.ective negotiations.,

In order io explore some of these variables in more depth, we have
chosen six major hypotheses for testing. The first hypothesis has been
tested in one way or another by earlier research studies. Hypotheses two
through 8iXx, on the other hand, should be considered as more tentative
in nature given the fact that they are being tested in this specific manner
for the first time,

To carry out the objectives stated in Chapter I, the following five
hypotheses are presented:

1.0 There will be significant differences in the attitudes of
responding teachers toward job satisfaction, professionalism,
and collective negotiations on the basis of demographic
characteristics,

As mentioned earlier, previous research has found significant differences
in teacher attitudes according to a number of demographic characteristics
which will be tested separately,

2,0 Those teachers with high level of job satisfaction will be

significantly less favorable toward collective negotiations
than those teachers who have lower levels of job satisfaction,

30He11riegel, French and Peterson, op., cit,
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This hypothesis is concerned with exploring the perceived relationship
between the variables of job satisfaction and collective negotiations, We
are arguing that highly satisfied teachers will see less need for collective
negotiations than their less satisfied colleagues. According to this reason-
ing, interest In collective negotiations may represent an attempt by the
respondent to correct dissonance regarding job satisfaction. If a low
level of dissonance exists, then negotiations are considered unnecessary .-l

3.0 Those teachers with high level of professionalism will be
significantly less favorable toward collective negotiations
than those teachers who perceive lower professional values
in their position,

The descriptive and philosophical literature is somewhat contradictory
with regard to the association between professionalism and collective negotia-
tions, The earlier literature supported the position that professionalism
and collective negotiations basically were incompatible, If one wished to
be a professional, then he could not participate in collective negotiations,.
More recent literature by Corwin32 and MacGuigan33 raises serious questions
with this position. The hypothesis is so stated as to test the earlier
position,

4,0 Those teachers with high level of job satisfaction will be
significantly more satisfied with the professional components
of their position than those teachers with low job satisfaction,

There is a basic assumption that the variables of job satisfaction and
professionalism move together and in the same directim